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Abstract. The purpose and objective of this paper is to identify the effects from key selected 
independent variables namely Authoritarian Leadership (AL), Ethical Leadership (EL), 
towards a chosen dependent variable Employee Performance (EP). It also studies the 
mediating roles of two independents that are Employee Competencies (EC), and 
Performance Management Practices (PMP) when introduced into the model. A survey 
questionnaire for data gathering was used and issued to respondents that were bank 
employees on selected commercial banks located in Harare, the capital City of Zimbabwe, 
and a total of 390 valid responses were gathered. SPSS version 24 was used to analyse the 
collected data on each variable through demographic, reliability tests, regression analysis, 
correlation and factor analysis during the validation process of the gathered data. The data 
analysis outcome showed that all the identified variables were predictors and influential to 
employee performance, when analysed as individual variables. The management of 
companies are required to focus on mixing both the leadership element and the competency 
as a prerequisite for practices and action towards achieving higher performance.  
 
Keywords: authoritarian leadership, ethical leadership, employee competencies, 
performance management practices, employee performance. 




Leadership styles in management are a backbone, which drives the 
organization to perform well. The Zimbabwean economy has been hard hit 
with recession for half a decade long, and this study will help in revamping 
the production side of the service industry specifically in the banking sector. 
The various leadership styles underpin an organization with direction, plans 
that need to be implemented and critical to mention is motivation to the 
employees (Alonso et al., 2018). For years in memorial leadership styles 
illustrated in many ways, however there is always an endless debate on 
democratic leadership versus autocratic leadership. The two mentioned 
styles have merits towards the organization’s objectives unfortunately; they 
also have their fair share of demerits (Al Khajen, 2018).  





The study has an objective to identify the effects from key selected 
variables that is to ascertain if independent variables Authoritarian 
Leadership (AL), Ethical Leadership (EL) have an impact towards Employee 
Performance (EP). The research paper also studies the mediating roles of 
Employee Competencies (EC), and Performance Management Practices 
(PMP) when introduced into the model. Normally, mediating roles change 
the effect result of the independent variables, the outcome will be crucial in 
relation to the performance of employees in the banking sector in Zimbabwe 
(Al Khajen, 20018). The main aim of the study is also to explore the impact 
of each employee performance in the service industry of Zimbabwe, and the 
banking sector was chosen as the relevant service to undertake this study. 
The task of the research was carried out through a questionnaire survey to 
ascertain if the selected variables have an effect towards employee 
performance, with a big aim of implementing the research outcome. The 
study was aimed at augmenting performance of employees in the service 
industry.  
There has been a notable research gap, as most researchers 
concentrated on more discoveries of the democratic leadership styles 
towards employee performance in the Zimbabwean service sector. This 
study has been an attribution of less concentration on what effect 
authoritarian and ethical leadership styles bring to the performance of the 
employees. This has been an answer and a rejuvenation to the scholarly field 
since most research work concentrates on variables of democratic styles of 
leadership (Al Khajen, 2018). Mediating roles of employee performance in 
the Zimbabwean banking sector were considered in this study, namely 
Employee Competencies and Performance Management Practices.  
The study targeted the banking sector in Zimbabwe with the primary 
reason of them being the frontline points of link for economic development 
through linking the local citizenry, first internally and then externally on 
dealings with the world, for economic development. The "Zimbabwe is open 
for Business" mantra echoed by the government in the new dispensation 
from November 2017, places especially banks at the frontline for capital 
injection and trade in the economy.  Ndlovu and Sigola (2013) highlighted 
that banks in Zimbabwe have headquarters in the capital city, Harare, a 
strategic positioning considering the high clientele levels as well as the 
location of the headquarters for most parastatals and government ministries. 
The increase in banks in Zimbabwe from nine at independence in 1980 
increased competition, as customers have a vast range to choose from with 
the liberalization of the banking sector however being tainted by a high bank 
failure rate which leaves consumers stranded and unable to recover their 
savings and investments. 
 





Literature Review and Conceptual Framework 
 
Employees are the human capital and most valued asset in almost all 
business organizations. They can uphold the organization’s reputation, 
which in return boost the profitability of the firm and or break it in disrepute. 
Organizations have a huge avenue of tailor making the performance of the 
employees to a direction, which makes the goals and objectives of business 
to be achieved (Audenaert et al., 2019). The study has a theoretical 
framework basing on similar research articles by previous scholars and 
elaborations of every variable of the study towards the outcome of validity if 
the variables selected worth on positively affecting the banking sector 
employee performance of Zimbabwe (Ndlovu & Sigola, 2013). The 
demographic aspect contributed immensely to the findings of the study, as 
employees who have been at the same bank for some years proved to have 





Authoritarian leadership also referred to as autocratic leadership, is 
considered "a very directive leadership approach in which leaders strive to 
control subordinate behaviour". Though this approach is criticized by 
practitioners and academics, some cultures mainly used this leadership style 
especially in the Asian region by concentrating power and authority on just 
the leader who has a domineering character which has negative implications 
(Shena et al. ,2018). 
As cited in Igbaekemen and Odivwi (2015), define an authoritative 
leader as "one who is very conscious of his position and has little trust or 
faith in the subordinates, feeling that pay is just a reward for work and that 
it's the only reward that can motivate and the leader gives orders and insists 
the followers follow". To clarify the scenario, Kiazed et al. (2010) alert that 
autocratic leadership does not imply the mistreatment of followers and is not 
necessarily synonymous with authoritarian personalities but people who 
just assume they have to assume dominating traits when they get into 
leadership positions. That being the case some may employ destructive 
leadership with negative outcomes associated with abuse and the negative 
leadership behaviour, thus making it disastrous (Harms et al., 2018).  
The shortcomings cited by the same and others e.g. Ludeke and Kruger 
(2013), Jugert et al. (2009) also in the listing were: The followers fail to take 
pride in accomplishing goals, Deprivation of self-development and self-
actualization among the followers, it annoys followers who then turn into not 





being loyal and cooperative, there is lack of continuity management as no 




Ethical leadership, considered more participative is defined as "the 
demonstration of normatively appropriate conduct through personal actions 
and interpersonal relationships, and promotion of such conduct to followers 
through communication, reinforcement and decision making", according to 
Brown et al. (2005). Brown et al. (2005) suggest that normatively 
appropriate behaviour includes honesty, care, fairness, and trustworthiness 
which emphasize it is legit and credible, exposing any rot. Asika (2004), 
Brown et al. (2005) elaborate that reinforcement involves rewarding ethical 
behaviour and instilling discipline to discourage unethical behaviour. 
Trevino and Harrison (2005) cited in Walumbwa et al. (2011) proposed 
the suggestion that ethical leadership results in positive 
behaviours/attitudes in employees and effective organizational functioning, 
while in dispute other researchers associate it to "pro-social" and "negatively 
deviant behaviours". This attractiveness of ethical leaders as credible role 
models is indicated to enhance effectiveness beyond their authority and 




Otoo (2013) citing Mathias and Jackson's (2009) definition of employee 
performance "the performance associated with output quality, output 
timeliness, participation and attendance on the job, efficiency and 
effectiveness of completed work". Organizational performance hinges on 
individual employee performance on issues of work efficiency, efficient 
planning, creativity, innovation and commitment (Mastrangelo et al., 2014; 
Otoo, 2013; Harvey, 2008).  
The first definition "the process of assessing the proficiency with which 
a reporting entity succeeds, by the economic acquisition of resources and 
their efficient and effective deployment, in achieving its objectives. 
Performance measures may be based on non-financial and financial 
information". From a second perspective, it is "the process of developing 
measurable indicators that can be systematically tracked to assess progress 
made in achieving predetermined goals and using such indicators to assess 
progress in achieving these goals." Kwaako et al. (2012) and Harvey (2008) 
also support that corporate goals can be achieved by management applying 
a proper performance management system to direct employee performance; 
financial and non-financial measures of service quality, resource utilization, 










Diamantidis and Chatzoglou (2019) stress the value of employees with 
diverse skills as assets to organizations, as they can handle many current and 
future job requirements. Emmerling and Boyatzis (2012) define employee 
competence as the capability or ability that leads to effective performance. In 
the plural, competencies have to be developed in employees to enable them 
to meet their job demands, as the employees that have a variety of 
competencies meet their job demands with ease (Mukonoweshuro & 
Sanagura, 2016).   
VanEsch et al. (2016) posit that in this light human capital is a critical 
resource for firm performance and is valuable for its unique, firm-specific, 
and unique expertise. They also encourage firms to take a big role in 
equipping employees with the requisite competencies over and above 
selective staffing which recruits and selects employees bearing the requisite 
skills and competencies in support of the firm strategy. The employee 
competence begins with the Human Resources section's competence in 
selecting, staffing and training, development, rewards, performance 
appraisal that helps an organization to maintain adequate competencies 
instrumental to the firm's strategy. The skill sets that can entail employee 
competence include technical, behavioural, business, and specialty trade 
knowledge. Yang and Lin (2009) state that extensive hiring competencies 
that involve thorough searching, careful screening, thorough interviews that 
aid the selection of the most competent employee should also be 
complemented by appropriate and extensive training and development to 
widen their knowledge and competencies and enhance the achievement of 
goals.  
Performance Management Practices 
 
Performance management practices according to Van Esch et al. (2016) 
relate to the imparting and improvement of competencies: training and 
development, selective staffing, rewards, performance management, and 
self-managing teams. Internal development of knowledge and skills of 
employees placing them in a position to develop firm-specific competencies 
and influence employee behaviour and attitudes and (Pulakos, 2004) states 
that effective training aids in the accomplishment of goals and can be through 
classroom training, workshops, web-based training or on the job training by 
other seasoned practitioners. 
 






Leader-Member Exchange (LMX) 
 
This is a theory developed by Bandura (1977, 1986). According to 
Brown and Travino (2006), which states that the effectiveness of workers is 
influenced by the quality of leader-member exchange (LMX) that is how an 
employee and the immediate supervisor relate. LMX is therefore the quality 
of these relationships. Interactions and experiences among the two 
determine the quality of relationships developed but the leader being the 
stronger value in the exchange, while the member is the weaker influencer 
of the relationships are formed. This is to say that more interaction between 
the members with the managers strengthens the relationship and its quality. 
When a manager treats employees fairly, they feel the obligation to 
reciprocate or return the treatment by putting more effort on the leader's 
behalf which results in high quality from the boosted motivation and 
consequently high performance (Walumbwa et al. 2011). The leader should 
therefore consider the nature of relationships they have with their followers, 
as the degree of emotional support and resource sharing is important for 
optimum employee performance. 
 
Social Learning Theory (SLT) 
 
The Social Learning Theory (Bandura, 1977) clarifies how leaders 
influence follower behaviour hence their performance which relates to the 
vital importance of leadership qualities and traits. The basis of SLT is that 
"people learn by paying attention to and emulating the attitude, values, and 
behaviours of attractive and credible models … most leaders possess 
authority because of the positions of status they occupy but attractiveness 
involves much more than authority and status." Therefore, leaders that fairly 
treat others and demonstrate concern and care become attractive to 
followers who pay more attention to them and want to emulate the positive 
traits (Bandura, 1986) as cited in (Brown & Travino, 2006). 
Igbaekemen and Odivwri (2015) opine that an opposite leadership style 
should therefore reward employee effort hence placing more value on them. 
The leader should encourage integrity, honesty, commitment, participation, 
and ownership. Authoritative leadership would not work according to this 
philosophy, as decision making would need to be decentralized, employee 










McGregor's Theory X and Y 
 
Theory posits that the leadership style adopted by managers takes 
influence from their perception of their subordinates who may either be in 
category X or category Y (Igbaekemen & Odiviwri, 2015). Theory X 
assumptions are that humans generally dislike work and need to be directed, 
coerced, or threatened with punishment for them to perform towards the 
achievement of goals. Despite wanting security, humans still prefer being 
directed and would avoid responsibility at all costs and have little ambition 
for results. This view is synonymous with management who would adopt an 
authoritarian leadership style. In contrast, Theory Y assumptions are that the 
employees are motivated to work, they make application of physical and 
mental effort comfortably just rest and therefore do not need external 
control and threats to get them to put effort towards organizational goals, as 
the employees will apply a commitment to their performance. The 
employees would, therefore, commit to the objectives through rewards for 
their effort and under proper conditions would seek more responsibility; 
therefore, responsibility can be decentralized. 
This theory reflects that leadership approach choice would be inclined 
to the leaders' perception of the people under their leadership; additionally, 
the leadership style adopted also has an impact on employee performance 
and commitment both positively or negatively. McGregor then suggested to 
management that to achieve effectiveness, they had to recognize the dignity 
and capabilities/ limitations of the team members and apply appropriate 




The contingency approach stresses that no leadership style can be best 
and applicable in all situations or environments, as solutions to different 
challenges depend on specific situational and environmental factors. 
Therefore, the leadership style to adopt was contingent upon the leader-
member relationship, power, position as well as the structure of the task 
(Miles, 2007). While suggesting that to be effective, a leader could not afford 
to stick to one management style for all situations. Ejomabo (2015) 
highlighted that even the maturity of a leader determined the leadership 
approach they employed because of issues of experience, confidence, 
authority among others. 
Ejambo (2015) and Miles (2007) concurred that the effectiveness of any 
leadership style was not about its structure, which meant to say that no 
leadership style said to be better than the other styles. However, different 
situations, particular leadership styles would be more effective, for example, 





an arrogant team would need an autocrat depending on the work involved, 
otherwise a charismatic leader to woe their attitudes and motivate 
commitment and higher performance. Leadership success relied on the 
proper assessment of the situation which would lead to the application of an 
appropriate leadership approach for desired outcomes to be achieved.  
The other perspective of the contingency approach according to Miles 
(2007) is that in terms of traits, suitability, maturity or approach, the type of 
leader appropriate for a situation was contingent upon situational factors. 
The situation per particular scenario determined the best incumbent leader.  
 
H1: Authoritarian leadership has a positive effect on employee performance. 
 
The view of the Zimbabwe economy coming from a decade long inflation 
scenario, made this equation to be one of the best suit to the study, 
specifically in the banking sector of Zimbabwe. Otoo et al. (2019) view 
authoritarian leadership as constituting an individual's perception or 
positive emotional status arising from job experiences and personal 
appraisal/evaluation of their job or environment, with the performance 
measures being planning of work, innovation and creativity, the efficiency of 
work, and application of effort. Harms et al. (2018) indicate it is however apt 
to have negative effects in the form of low team functioning and performance 
as a result of the negative opinions or perceptions of leaders on followers, 
leading to poor communication and distance hence low leader-member 
exchange. On the contrary, its outcomes on employee performance can 
sometimes be against common perceptions (Ludeke, 2016). The first 
hypothesis is drawn from this background. 
 
H2: Ethical leadership has a positive effect on employee performance. 
 
Ethical issues in leadership of the service sector has been hindering the 
success of performance of employees, not only performance of employees in 
the Zimbabwean banking sector but the whole spectrum of the Zimbabwean 
industry and Africa at large. Also cited in Otoo et al. (2019), Mathias and 
Jackson (2009) and Rich et al. (2010) opine that employee performance is 
related to output quality, quantity, and timeliness, work attendance as well 
as efficiency and effectiveness in completing work, as the engaging trait of 
ethical leaders guarantees enhanced organizational performance through 
employees’ dedication. Brown et al. (2006) indicated this expectation of 
positive follower attitudes towards ethical leadership was derived from the 
perceived leader honesty, fairness, trustworthiness, care, and concern for 
employees as well as principled decision making.  Walumbwa et al. (2011), 
in the reservation, suggested examining the claimed benefits about 





performance to appropriately structure ethics initiatives or programmes. 
The second hypothesis follows up on these perspectives. 
 
H3: Employee competencies have a positive effect on employee performance. 
 
Recruitment of relevant employee staff in the service industry in 
Zimbabwe has been integral since the country attained its independence in 
1980. Buil et al. (2019) opines that although leadership styles adopted by 
managers affected employee performance, the personality traits of frontline 
employees shaped their attitudes within their job descriptions and fore 
extended effort performance. Such being the case, it is stressed that not just 
the competencies of followers are critical for organizational performance, 
but also the competencies of frontline employees in the form of middle and 
operational managers who are key for employee performance. In a service 
industry, such confident employees will positively respond to customer 
requests and concerns, thus displaying better performance. Higher employee 
skills flexibility provides a competitive edge and a high level of employee 
competencies and guarantees high employee performance (Buil et al., 2019). 
This is hypothesized as: 
 
H4: Performance management practices have a positive effect on employee 
performance. 
 
The Zimbabwean banking sector, like any other business sector, was a 
point of interest to this study in checking the practices performed by the 
management of banks if it has an impact of the performance of employees. In 
the late 1990s, the Zimbabwean banking sector was hard hit with weaker 
management practices resulting in a number of commercial banks being 
liquidated and closed. Wong et al. (2019) opine that employee performance 
can be improved by the application by the management of various 
performance management practices. Performance management practices 
such as training, inspections, monitoring, performance appraisal are 
indicated to have an impact not only on employee performance but on the 
organization's environmental, economic and social performance, as the value 
chain monitoring is enhanced (Paulraj et al., 2015).  
 
H5: Authoritarian leadership has a positive effect on employee competencies. 
 
Employee competencies are critical to the Zimbabwean economy’s 
resuscitation, as the view of the Zimbabwean economy coming from a decade 
long inflation scenario made this equation to be one of the best suit to the 
study, specifically in the banking sector of Zimbabwe. There are facets of 





employee competency which are responsive to authoritarian leadership, 
according to (Wang & Wang, 2018). Employee competencies entail 
individual employee innovation and being multi-skilled, which may be 
suppressed through an authoritarian approach which is more restrictive, as 
the leadership style emphasizes control. They indicated that good leadership 
was largely measured by giving followers room to innovate in various 
capabilities which authoritarian leadership has a rather negative influence. 
Authoritarian leadership stifles employee motivation, and innovation is 
suppressed because of fear of punishment and hence the status quo is 
maintained by not offering ideas or advice. A negative relationship between 
employee creativity and authoritarian leadership and performance can be 
improved through the selection of already skilled and competent employees, 
and increasing communication and team-building processes that build team 
spirit and enhance employee creativity (Wang et al., 2007).  
 
H6: Ethical leadership has a positive effect on performance management 
practices. 
 
Brown et al. (2006) states that the dependability of ethical leaders and 
their motivation, care, and concern for followers and society nurtures 
effective performance management practices, as they attract and keep the 
follower’s attention towards the organizational goals. Ethical leaders are 
therefore in this case prone to applying performance management practices 
which are fair and considerate in the form of clear, consistent principles and 
standards that they apply to themselves just the same way they apply them 
to followers. Brown et al. (2005) propose a positive relationship of ethical 
leadership against performance management practices, indicating that 
legitimacy is observed for performance management practices applied by 
ethical leaders as mentors from whom followers learn and emulate practices, 
attitudes and behaviours, as counterproductive, and antisocial behaviours 
that are harmful to the organization are avoided because of influenced 
commitment by reciprocating the leader. From these perspectives, the sixth 
research proposal is derived. 
 
H7: Employee competencies have a positive mediating effect on authoritarian 
leadership to employee performance. 
H8: Performance management practices have a positive mediating effect on 
ethical leadership to employee performance. 
 
Ethical issues in leadership of the service sector has been hindering the 
success of performance of employees, not only performance of employees in 
the Zimbabwean banking sector but the whole spectrum of the Zimbabwean 





industry and Africa at large. Recruitment of relevant employee staff in the 
service industry in Zimbabwe has been integral since the country attained its 
independence in 1980. The Zimbabwean banking sector, like any other 
business sector, was a point of interest to this study in checking the practices 
performed by the management of banks if it has an impact of the 
performance of employees. In the late 1990s, the Zimbabwean banking 
sector was hard hit with weaker management practices resulting in a 
number of commercial banks being liquidated and closed.  
 
Methodology 
Research Design and Approach 
 
A positivist approach was taken in the deductive research. O'Leary 
(2005) and Crosssman (2013) state that it is possible to objectively study and 
explain reality by generating hypotheses through quantitative data that can 
be statistically analysed such that the observations can be repeatable. A 
deductive research approach was taken which entails deriving a hypothesis 
from theory, observing, confirming, or rejecting the hypothesis. As such a 
quantitative research choice was made, as it focuses on verifying the 
hypothesis using the data gathered by collecting ratings and verifying user 
acceptance and deducing results thereon. The focus of quantitative research 
is to verify a hypothesis of large amounts of data in a deductive manner 
(O'Leary, 2005). According to White (2000), quantitative research is used to 
deduce laws, generalizations and relationships between variables as such its 
selection for this research which seeks to study the impact of authoritarian 
leadership and ethical leadership as well as the mediating variables – 
employee competencies and performance management practices – on 
employee performance. All measurement instruments for this study were 
obtained from relevant previous studies.  
 
Study sample and sampling methodology 
 
The study was on various commercial banks in Zimbabwe's capital city 
Harare. This case study design, according to Saunders et al. (2007) and 
Crosssman (2013) involves an extensive study of a real-life case or case 
context by restricting the number of cases or settings to study. The scientific 
sampling method was used by employing probability sampling methods. A 
stratified random sample was selected through which the population was 
divided into relatively homogeneous groups called strata, in Harare, 
Zimbabwe, involving a target sample was 400 participants from 20 bank 
branches in Zimbabwe. Given a large number of banks in the country as well 
as their various branches, it would be a mammoth task to have a fully 





representative sample and Colin Fisher (2004) buttresses this assertion by 
stating that the problem is that no sample can be guaranteed to be fully 
representative. Dane (1990) states that ordered criteria are used in 
systematic sampling to select elements from a randomly arranged sample 
frame by choosing the nth element in the sample frame. For the validity of 
the sample, the list was arranged hierarchically giving equal chances to all 
levels to participate. Questionnaires administered in English were 
distributed within 20 bank branches in Harare and an overall response rate 
of 86.67% was achieved. Questionnaires ensured the anonymity of 
respondents and the participant's responses are not influenced by the 





The current study sample consisted of bank employees. The greatest 
number of participants came from the age group between 26 – 35 years old 
(42.1%; N=164). While the age group which had the lowest respondents was 
between the range of 56 and above years old (4.1%; N=16).  
Females had the highest response rate of 52.8%, whilst males had a 
response rate of 47.2%. The researcher distributed the questionnaires to 
both gender males and females. There was no bias in the distribution of the 
questionnaire towards gender. 
The majority of bank employees who responded the questionnaire were 
those in the group classified as other (38.5%; N=150) which had respondents 
with under combined qualifications both at undergrads and post-graduation 
qualifications, this reflected that the majority of the participants were 
knowledgeable on the study topic and able to provide informed and objective 
responses.  
The majority of respondents were having an employment period 
between 0 – 5 years with the same bank (51.3%; N=200). This experience is 
valuable for the gathering of authentic representative research data, as 




Kaiser-Meyer-Olkin's measure on sampling value adequacy showed 
0.771; it is considered acceptable, as it is above 0.5 as suggested and 
recommended by Kaiser Kaiser (1974), with also Bartlett's Test of Sphericity 
which illustrates the relationship amongst variables. It indicates the 
significance value of 0.000 which is acceptable, as it is below 0.05. It is 
acceptable as significant according to Snedecor and Cochran (1983). This 





translates that the sampling measurement and the variable were having a 




All variables (AL, EL, EC, and PMP) were tested with Cronbach's Alpha 
and were accepted as suggested by (Pallent, 2007), that anything above 60% 
is acceptable. AL was 66.7%, EL 72.3%, EC 75.1% and PMP was 76.5%. This 
also proved that the data gathered was reliable, as it passed the reliability 





Correlation in SPSS in data analysis illustrated the direction and 
strength of the linear relationship amongst variables. The study variables 
were paired by SPSS, making it possible to identify which had the best linear 
relationship amongst two different variables.  
Cohn (1988) provided a guideline, which makes it easier to interpret the 
correlation analysis results as follows; 0.10 to 0.29 indicates a small 
correlation, 0.30 to 0.49 indicates a medium correlation, 0.50 to 1.0 indicates 
a large correlation. The results showed that two strong variables with the 
highest correlation were PMP and EL which had a Pearson correlation of 
0.718 (71.8%), and EP and EC which showed a strong Pearson correlation of 
0.691 (69.1%), EC and EL had a medium correlation of 0.398 (39.8%), whilst 




The most interesting area of the regression analysis was on the 
mediating roles when they were added to the SPSS data analysis when EC 
explained the EP as a mediating variable, (c) value of the R –square is 0.493 
which demonstrate that 49.3% of the EC explained the EP. This was the 
highest correlation relation of all the variables, EC was significantly accepted 
for positively influencing employee performance in the Zimbabwean banking 
sector.   
The linear regression determined that all variables on an individual 
basis had P-values which were 0.000 that is less 0.05, which was considered 
as statistically significant as suggested by Pallent (2007). The linear 
regression was significantly accepted, as it met the below 0.05 measurement. 
This meant that of the chosen independent variables, all of them were 





relevant in positively affecting employee performance in the banking sector 
of Zimbabwe.  
The standard beta of EC became high at 0.871, showing the increased 
influence EC has as a mediating variable. Also signifying that EC qualified to 
be a mediating variable.  
Lastly, when the two mediating variables EC and PMP were added on 
the third scenario, EL has become (not significant) with a negative standard 
coefficient beta of -0.031 from -0.028 and (not significant) with a 28.9% way 
above 0.05. PMP as a mediating variable proved (not significant) and rejected 
as a mediating variable with 9.10% which is outside the limit of 0.05. EC has 
a standard beta coefficient of 0.869, the highest beta and significant 0.000, 
which means EC qualified as a mediating variable and it changed the 
direction of EL changing from -0.028 to -0.031, which made EC the only 
outstanding mediating variable to be considered as statistically significant as 
suggested by Pallent (2007). 
 
Discussion and conclusions 
 
In the service industry, there is direct contact of employees with the 
clients, as the product presents a need for highly motivated, hospitable 
rather than hostile reception for repeat business, and impressive. 
Concerning corporate image, customer satisfaction, and service quality in 
banks, Makanyeza and Chikazhe (2017) enlightened that these had positive 
direct effects on customer loyalty and they were all interlinked, which made 
the need for this study to be carried out on the basis of performance of 
employees in the banking sector of Zimbabwe.  
The main goal of each organization is to maximize returns, and this is 
achieved mainly through employee performance which therefore needs to be 
enhanced (Khovera & Wechtler, 2018). This study sought to establish the 
relationship of various factors Authoritarian Leadership (AL), Ethical 
Leadership (EL), Employee Competencies (EC), and Performance 
Management Practices (PMP) on Employee Performance (EP).  
H1 proposed a positive relationship between AL and EP, which was 
confirmed by empirical evidence by other researchers as well as research 
findings from this study. Wang and Guan (2018) confirmed the positive 
relationship between AL and EP, through the learning goal orientation. 
Ludeke (2016) highlighted that AL outcomes on EP are positive with trust, 
supportive, and unselfish attitude being prevalent in most workplaces the 
banking sector included. The study proved that at times, performance can be 
brought through aggressiveness and hostility, which by common perceptions 
of authoritarian leadership is viewed, are dominant. (Chua et al., 2018) also 
established that AL positively impacted EP, as the leader strongly took 





charge of the group, assigning tasks and establishing strict timelines for 
completing tasks. 
H2 proposed a positive effect of EL and EP which the research findings 
also affirmed in the Zimbabwean banking sector. A positive relationship 
between EL and EP was established. Brown et al. (2006) indicated that 
positive follower attitudes overly had a positive impact on performance. Rich 
et al. (2010) also concluded that EL guaranteed enhanced EP hence a positive 
relationship between the two, emanating from the dedication of employees 
emotionally and physically when they are engaged in decision making and 
planning.  Employees got enthused to apply extra effort to their duties. 
Walumbwa et al. (2011) concluded a significant positive singular 
relationship between EL and EP and also based on employee perception and 
organizational identification in line with the issue of fairness. 
H3 proposal was a positive relationship between EC and EP. In the study 
of Zimbabwean banks, a positive relationship between EC and EP was 
derived. It was revealed that the competence of employees positively 
affected their performance. A study by Sendawula et al. (2019) and Alsabbah 
and Ibrahim (2014) concluded a significant positive relationship between EC 
and EP hence emphasizing the need for managers to have thorough selection 
processes for employee engagement as well as policies for staff development 
to improve EC. Buil et al. (2019), in concluding a positive relationship 
between EC and EP, stated that higher employee skills flexibility provided a 
competitive edge and high level of employee competencies guaranteed high 
employee performance.  
H4 proposed a positive effect of PMP on EP, which was however 
discarded as null through research findings despite studies indicating that 
PMP were tools that had the potential to influence employee performance. 
Alsabbah et al. (2014) concluded the absence of a positive link between PMP 
and EP, as PMP were not able to influence EP, except for a partial positive 
mediating effect of particular training on EP; otherwise, there was no 
correlation between PMP and EP. Sendawula et al. (2019) however clarified 
that certain PMP could indeed result in positive outcomes in EP for the 
organization if applied. Gurbuz (2009) highlights that PMP does not apply to 
all contexts and is also not appropriate for all employees hence the lack of 
relationship between PMP and EP. The positive correlation between PMP 
and EP was established to be underpinned by the social exchange model, 
ability, motivation and an opportunity framework from a study by Li et al. 
(2017). 
H5 proposed a positive relationship between AL and EC and the findings 
show some positive correlation between the two. The relationship is not 
strong according to the scale but significant. Iqbal et al. (2015) sight that with 
an authoritative leader, inferiority is felt by employees in doing their jobs and 





in making decisions hence the leaders alone possessing the authority to take 
those decisions where the employee feels inferior. Far et al. (2007) 
highlighted that certain factors strengthen the effects of AL on EC such as 
power distance, cultural values, and level of employee and hence resulting in 
a positive relationship between AL and EC. Kalu and Okpokwasili (2018) 
stated that though an authoritative leadership style tends to limit the 
responsibilities and creativity of subordinates, their competencies were 
improved from learning from the leader.  A conclusion by Chua et al. (2018) 
highlighted that AL positively impacted EC in that as employees concentrated 
on performing certain specific tasks and not decision making, they became 
highly skilled in the specific task that is, in firm-specific competencies. 
The sixth hypothesis, H6, proposed a positive link between EL and PMP. 
Brown et al. (2005) concluded a positive relationship between EL and PMP, 
citing that the legitimacy was observed for performance management 
practices ethical leaders applied as role models. 
The seventh hypothesis, H7, proposed a positive mediating effect of PMP 
for EL on EP. Brown et al. (2005) propose a positive relationship between EL 
and PMP, which these study findings have rejected in the Zimbabwean 
banking sector as well as some studies highlighted above. A positive 
mediating role of PMP for EL on EP was not validated by this research, and 
Sendawula et al. (2019) highlight the situational effect of the various PMP 
tools for which an umbrella effect/ correlation cannot be claimed.  
H8 proposed a positive mediating effect of EC for AL on EP. Far et al. 
(2007) highlight however that certain factors influence AL effects on EC such 
as power distance, cultural values, and level of employee. The study results 
reflected AL as not a factor of significance for EP when EC was introduced as 
a mediating variable. EC independently held a very high positive correlation 
with EP. The role of EC as a mediating factor for a positive relationship 
between AL and EP is denounced by Sendawula et al. (2019), as they discard 
its mediation effect and uphold its effect as an independent factor that 
positively enhances EP for any leadership approach applied. 
The main objective of the study was to identify the positive and/or 
negative effect of various selected independent variables towards the 
employee performance in the Zimbabwean banking sector (Alonso et al., 
2018). Employee competencies, one of the two mediating variables, had the 
highest significance acceptability at 86% when it was added as a mediating 
role to the model (Al Khajen, 20018). It was confirmation of the higher 
literacy rate which Zimbabwe has in the African continent. It also proved that 
the skills of an employee have a huge effect on the performance of the output, 
as was the case in the banking sector of Zimbabwe.  
The recruitment process of employing staff personnel in the banking 
sector of Zimbabwe is commendable, as this study attested to the data 





findings (Audenaert et al., 2019). The unique aspect of the findings of this 
study on Zimbabwean banks’ leadership styles is the element of the role 
employee competencies, which was regarded as the chief prerequisite 
requirement compared with other parts of the world such as the United 
States of America where they prefer experience-superseding qualifications 
of the recruitment of staff (Albino, 2018). The Zimbabwean banking sector 
has been proved by the study to be one of the few African with outstanding 
employee standard performance as supported by the researched data (Wang 
& Guan, 18).  
The study qualified Employee Competencies as playing a positive 
mediating role for Employee Performance, while it proved insignificant 
hence disqualifying Performance Management Practices as a mediating 
factor for Employee Performance (Asika, 2004). 
 
Limitation and Future Research 
 
The study did not consider the comparative effect of EC and PMP on both 
AL and EL, which is an extension that could be considered for further study, 
as it could provide the greatest correlation between the management 
approach and employee performance and overall organizational 
performance. Another recommended area for further study is the 
corroboration of literature on the roles of leadership styles, EC and PMP on 
EP as well as the mediating roles of EC and PMP to establish the major 
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